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For years, health care providers have had to cope with the thinly spread market to meet their hiring endeavors. Additionally, stagnant wages and high benefit costs have added up to the uncertainty faced by both the employees and the employers (Braithwaite, 2008). Significantly, the healthcare reforms have taken effect thus requiring health systems to transform their delivery of care by incorporating new roles such as clinical pharmacists and care coordinators. The influx of approximately 30 million uninsured individuals now in search of care signifies the exponential growth in staffing. Therefore, employee recruitment and retention have been a growing concern for healthcare organizations. 

Organization Specific Rationale

UCSF Medical Center must adapt to both the internal and external forces affecting its clinical enterprise. The implementation of Affordable Care act has exerted pressure on UCSF medical center regarding the provision of increased access to services. According to the CEO Mark Laret, the organization must add new personnel at Mission Bay before embarking on the acquisition of additional patients (Fost, 2015). This means that the organization will accrue additional expenses before they have the revenue to offset their expenses. To prepare for the challenges, the organization intends to adopt a clinical enterprise strategic plan to enhance ease in managing the health facility for the next three years (Fost, 2015). Significantly, the health care organization has implemented pay cuts to prepare for the challenging times ahead. 

The strategic approach adopted by the organization entails attaining efficiencies and improving both health and safety of patient care and the establishment of destination centers to market the organization’s clinical areas of expertise such as organ transplantation. Specifically, the health care organization is need of demonstrating their value as a cost efficient and high-quality service provider (Fost, 2015). Additionally, they face the need to expand access to care and boost their position in the Bay Area Market place, an aspect that requires the acquisition of new staff. Considerably, UCSF’s school of dentistry is seeking to compete in the changing market place. Primarily, the dental center runs 18 clinics which account for an estimate of 120,000 patients annually and a total of $50 million in revenue (Fost, 2015). While revenue has been up in the last five years, the organization seeks to increase its revenue streams, a practice that requires the acquisition of more employees to enhance ease of service access and provision. Despite their commitment to excellence, the resources at their disposal are no longer lucrative. 

Training

Without qualified employees, it is impossible for the organization to attain its excellence, particularly in service provision (Braithwaite, 2008). The unprecedented challenges facing the health care provider has resulted in cutbacks and layoffs thus heightening the need for training on recruitment and retention of talented employees (Buykx et al. 2010). The target audience for the training program will be UCSF’s HR department as it seeks to attract a new set of employees before they acquire the revenues to offset their expenses.
 Specifically, the training program aims to address four key areas, attracting employees, onboarding new staff members, retaining existing personnel and transitioning of employees (Buykx et al. 2010). To enhance their strive for excellence, the HR Department ought to be conversant with hiring and sourcing of new staffs, getting the employees comfortable, engaging and developing the workers, and expanding responsibilities to the new personnel (Andrews & Dziegielewski, 2005). After completion of the training, the target audience should be conversant with creating a talent plan to refocus their management team. Specifically, this requires the providers to source and develop talent carefully by keeping the staff engaged and committed (Andrews & Dziegielewski, 2005). By attracting and retaining qualified clinical professionals, their ability to attain excellence through the provision of quality care will be enhanced. 
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